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A Snapshot of Astronaut Demographics
• I would want to know what are the biggest issues in effectively 
selecting astronauts. I would want to know what select in vs. select 
out criteria look like. I would want to know how comparable to 
general populations that I service every day these selection 
methodologies are and what I can learn from them.
• what kinds of competencies MIGHT be important for a job with 
similar levels of risk and complexity?
• And then the components of the selection process – bio data, psych 
testing/cognitive testing (maybe the information that can be gleaned 
from tests that MIGHT be used in similar settings??), interviews, team 
events?
• At APA, it’s always nice to make some noises about ethical 
considerations and cultural considerations… The informed consent 
process and privacy policy…
• Pictures and stories help people stay awake.
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What is the goal of BHP?
• To weed out those not qualified to be 
astronauts due to medical psychopathology 
(Select-Out)
• To identify those best suited to being astronauts 
(Suitability)
What Makes Selecting Astronauts 
Challenging?
• Predicting behavior so far in the future
• Job likely to change before those selected fly
• Differentiating amongst a homogeneous pool
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Simplified Overview of the BHP Role 
In Astronaut Selection



























• What does it mean to be considered qualified 
(Q) or disqualified (DQ)?
• Why is this a binding decision?
• What criteria are used to determine medical 
psychopathology?
• Once DQ always DQ? 
Generalizability of NASA 
BHP’s Select-Out Process
• Greatest generalizability to public safety 
occupations 
• Safety and ethics can be an issue at work for most 
any job
• More common methods for psychological select-out 
• Alcohol/drug screening
• Situational judgment tests
• Integrity/honesty tests
• Counterproductive work behavior personality tests
Suitability
What it is … What it isn’t
Chris Hadfield of Bowie’s Space Oddity fame on YouTube
Simplified Overview of the BHP Role 
In Astronaut Selection


























Suitability:  Sample Competencies
Mental/Emotional stability










• Goals of team exercises
– To assess an applicant’s ability to perform in a 
team
– To assess performance in terms of a subset of our 
competencies
• Development of team exercises
– A lower fidelity simulation
– Require applicants to work together to solve a 
series of tasks requiring physical and mental agility
Team Exercises
Evaluation and Generalizability
• Does it work?
– Favorable feedback from astronauts, applicants, 
and assessors
– Elicited a range of behaviors
– Used BARS to assess on a tablet-based app
• Could it be applied to other jobs requiring 
problem-solving in the field?
– Public safety occupations
– Chemical and refinery plant and rig occupations
The Future of Psychological Assessment 
at NASA
• Remain a clinical process
• Revisions in response to updated competencies
• Little change to basic flow expected
• Continue to explore methods of gathering data
– Situational judgment test
– Biodata
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